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Abstract
The introduction gives a brief overview of the research topic along with the aim and objective of the study. The existing literature are examined in the literature review part of the research and theoretical concept also identified. The methodology has identified “interpretivism research philosophy” and “inductive research approach” for conducting this research with credible data. Along with that thematic analysis has also been conducted within this research with reviewing 8 peer reviewed journal articles. In the thematic analysis section theme-based analysis based on the concept of digitalisation impacts on the HRM processes of Tesco have been developed.  The conclusion and recommendation have evaluated the research findings and has provided solutions for improving the HRM digitalisation within Tesco. Research limitation and future scope has also been identified within this chapter.  The chapter 4 provides a detailed overview regarding the analysis of digitisation on the HRM process of the organisation. The findings sections depicted about the primary analysis by conducting survey and performing statistical analysis along with graphical visualisations respectively and further also discussed on the statistical measures. Statistical Measures provide relevant relationships and results on the questionnaires evaluation. Descriptive collection and analysis conducted and obtained results according to the survey conducted.
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[bookmark: _Toc161850394]Chapter 1: Introduction

[bookmark: _Toc161850395]1.1 Background
Digitalisation is termed as an ongoing integration of digital technologies and data to enhance the economic growth of the country. Human resource management (HRM) of a company should include the digitization process in order to increase work efficiency and raise productivity. As per the views of Zeshan et al., (2023), the main purpose of the digitization process is to enhance the quality of data using a digitalization plan which will aid to convert the data in an organised, and structured manner. The digital technology has a high impact on the HR services of TESCO as it helps to reduce cost, improve data analysis and efficiency, enhance the customer services along with that increase security of the confidential data. It has been observed that Digitalisation of HRM processes will raise the flexibility, improve communication which will gradually help to minimise the technical errors and using digital tools the HR can gather accurate data. For completing this study TESCO company has been chosen; in this paper the literature review along with methodologies and theoretical framework will be explained.   
[bookmark: _Toc161850396]1.2 Aim
The research aimed “to study and evaluate the impact of Digitalization on Human resource management of TESCO”
[bookmark: _Toc161850397]1.3 Objective
· “To analyse the concept of digitalization in context of HRM”
· “To evaluate the impact of digitalization on HRM”
· “To examine the strategies to improve digitalization in HRM”
[bookmark: _Toc161850398]1.4 Research question
· “Explain how digitalization is affecting the HRM processes and services of an organisation?”
· “What are the advantages and disadvantages of using digital technology in an organisation?”
· “Which strategies can improve the digitization process and benefit the HRM operation?”
[bookmark: _Toc161850399]1.5 Rationale and Significance
The rationale of the research is to study the role of digitalization in HRM processes and evaluate the effectiveness of using the digital process in the company. The main issue is to depict the impact of digitalization on workplace and digitalization process is chosen as an issue as there are many drawbacks of this digital operation. There is an increasing change in technological trends which is a challenge for the marketers and business ventures to cope with the change. This study will help to mitigate the issue by finding out appropriate solutions and strategies to minimise the future conflict situation in HRM operations. The image attached below depicts that the market size is 200.8 million in 2022 and it is expected to expand at the rate of (CAGR) 15% from 2023 to 2030 (Grandviewresearch.com, 2023). Thus, it can be stated that with the use of HR digitalised tools such as IoT and analytics the company can improve its operations and gain profits. 
[image: ]
[bookmark: _heading=h.3dy6vkm][bookmark: _Toc161850149]Figure 1.1: Analytics of Human resource management
(Source: Grandviewresearch.com, 2023)
This research has a huge significance in controlling and managing the business operation process along with HR business operations. It aids to provide solutions to various unknown questions, which further help the HR team of TESCO to bridge the gap and improve the performance of the Human resource teams. The identified research problem is significant in nature because it highlights the potential impact of digitalization on the business which can be used as a source in future research.
[bookmark: _Toc161850400]1.6 Research Scope
Digitalization has a huge role in improving the operations of a company and with the help of this research, the companies can enhance their growth in the global market by exploring new ideas and developing new skills and implementing new strategies for improving the HRM performance. It will help the company to identify problems and minimise the upcoming loss by developing better understanding about the issues. 
[bookmark: _Toc161850401]Chapter 2: Literature review
[bookmark: _Toc161850402]2.1 Introduction
In the modern era, the digitalization process is essential to optimise the whole business operation in order to enhance the business performance and efficiency of the HR department. The human resource management can use the digital tools such as ATS (Applicant tracking system) in order to track the database of applicants, and this tool will help to recruit employees with high marketing skills abilities. This chapter is based on the conceptual framework, literature gap, theoretical perception and research objectives which have been chosen in the first chapter to identify the issues. 
[bookmark: _Toc161850403]2.2 Conceptual Framework
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[bookmark: _heading=h.3rdcrjn][bookmark: _Toc161850150]Figure 2.1: Conceptual Framework
(Source: Self-developed)
[bookmark: _Toc161850404]2.3 A brief concept of digitalisation in context of HRM
Digitalization is termed as a process of transforming the old human resource practices into new effective techniques using modern technology. As stated by Erro-Garcés and Aramendia-Muneta (2023), the digital Human resource system uses the modern software such as (SaaS) “software as a service” along with cloud storage in order to improve the workflows and HR operations. On the other hand, the cloud system is streamlining the human resource processes and helping the company to provide better service to the customers. It has been found that there are many organisations uses the clouds and SaaS technology to enhance flexibility, security, and scalability in their work.
 In addition, it has been found that the digitalization process has improved the communication process through online training modules which has also helped to save time. Using modern technological tools to streamline the human resource processes helps to enhance and improve the quality of data used by the HR in their recruitment processes. As per the views of Walkowiak (2023), there are some downsides of digitalization such as lack of proper knowledge and awareness about the use of modern tools and lack of trust in the digitised data. It can be stated that digitalization has had a huge impact on the HRM operations with the innovation of new tools such as cloud and SaaS and it is helping the modern business and small startup business to raise their productivity and profitability index. The digital process along with automation has improved the working efficiency of HR departments by reducing the cost and improving the skills and experience of the employees. Thus, it has been identified that the digitization process or digital transformation in the human resource department helps to improve the decision-making skills and manage the data in an effective manner. 
[bookmark: _Toc161850405]2.4 Identification of positive and negative impact of digitalisation on HRM
Digitalization is improving the business operations using modern tools and techniques but it also has a negative impact on the operational process of HRM. As argued by Kanungo et al., (2023), this digital process has helped the companies to make better decisions due to the availability of accurate data and information. The implementation of a talent management system in the organisation can raise the job satisfaction within employees and improve the communication process. The digital tool such as Payroll management is categorised as an effective tool used by the HRM department to enhance security, minimise the payroll errors and raise employee satisfaction. The companies can make use of technology to streamline the whole human resource process which will save time as well as provide accurate information to the clients. As stated by Shirase et al., (2023), organizations might face challenges with the technological tools if the workers do not have adequate skills and knowledge about handling digital tools. 
Due to lack of digital tool knowledge, there are companies that choose the automation process over the digitization process and it leads to job losses rather than the hiring process. There are various negative impacts of using digital tools in HRM as it increases the data privacy concerns and might lead to increased security issues due to lack of proper knowledge. It has been observed that digitalization might lead to data breaches due to the misuse of digital tools, which might harm the company’s reputation and increase the security risks. The HRM might get affected due to lack of digitization knowledge as the team is unable to recruit the potential candidate with desired skills and it might lead to huge loss to the company. Thus, it has been identified that the digitization process has both positive and negative impact on Human resource management. 
[bookmark: _Toc161850406]2.5 Evaluation of effective strategies for improve digitalisation practices in HRM
It has been observed that a huge number of companies are using the digital transformation process in order to enhance the growth and productivity on a large scale. As stated by Divyashree and Mithun (2023), the company should improve the cybersecurity in order to improve the operation by safeguarding the data and information from loss and theft. The HRM can use the cybersecurity policies in order to protect the personal data and policies and prevent business disruptions. As argued by LeCounte (2024), The HR team should recruit the competitive talents who have the knowledge of modern digital tools; which will help the business ventures to achieve long term goals. It is important to implement effective leadership skills in order to control and regulate the whole management process and it will further help to minimise the consequence situation. The strong leadership qualities will enable the HRM to take effective decisions and help to retain talent and motivate employees. As per the views of Zeshanetal.,(2023), the main strategies to maximise and improve digitalization is through setting the goals to achieve digital transformation which will gradually help to improve the quality of data, and help to optimise the productivity through automation process. Using a data analysis tool the HRM can gain huge insights which will further help the company to make better decisions for product development. As per the viewpoint of Kanungo et al., (2023), it is important to promote digital training within the organisation which will help the employees to understand the use of digital tools using online digitisation training classes. Thus, it is identified that using the above-mentioned strategies the company can improve the digitalization process. 
[bookmark: _Toc161850407]2.7 Theoretical perception
[bookmark: _Toc161850408]2.7.1 “Technology Acceptance Model”
The “technology acceptance model” consists of some components namely perceived usefulness, perceived ease of use, “behavioural intention” to use and attitude towards use. As per the views of An et al., (2023), TAM model is used to encourage the users for utilizing new technology in their system for increasing effectiveness and efficiency in HRM. It has been observed that TAM is beneficial for the human resource team as it helps to learn the use of modern technology in an effective manner. Thus, this model states that acceptance of technology is associated with the behavioural intension of the employees and help to gain better understanding about technology usage. 
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[bookmark: _heading=h.2jxsxqh][bookmark: _Toc161850151]Figure 2.2: Technology acceptance model
(Source: An et al., 2023)

[bookmark: _Toc161850409]2.7.2 Organisation Behaviour Theory
Organisation behaviour theory refers to the study of behaviour of the individuals which aids the HR team to understand and manage them in an effective way. This theory helps to enhance employee satisfaction along with customer satisfaction by creating a positive working environment. As mentioned by Holmes and Howard (2023), the OB theory helps to enhance the decision-making power by issuing a systematic framework where the managers can analyse the situation and improve the business performance. The main elements of organizational behaviour are technology, environment, along with people and structure; and this theory is used to improve the management policies for resolving the further conflicts and improving the work efficiency. Thus, the above-mentioned theories will enhance the job satisfaction, and improve behaviour of the employee within the workplace which will minimizes the conflict situation. 
[bookmark: _Toc161850410]2.8 Literature Gap
The reviewed literature is based on the impact of digitalization process on HRM; which states that the company should implement the digitization process in order to improve and enhance the productivity of the business ventures. In addition, the literature is highlighting the two models namely organisation behaviour theory and technology acceptance model which are effective for maintaining a peaceful environment in the workplace. these models help to minimize the workplace consequences by improving behaviours and motivating the employees and TAM model helps the employee to understand the use or model of digital tools and technologicalusage.However, this chapter have less focus on the tools and techniques of digitalization. 
[bookmark: _Toc161850411]2.9 Chapter summary
This chapter highlights the concept of digitalization process in context of Human resource management along with the advantages and disadvantages of using digital tools and techniques in an organisation. TAM and Organisational behavioural theory has been used to depict its importance in workplace. Some strategies are also mentioned through which the company can enhance and improve the digitization process within the global market. Moreover some gaps in previous literature are depicted which are lack of proper digital tool usage knowledge.




[bookmark: _Toc161850412]Chapter 3: Methodology
[bookmark: _Toc161850413]3.0 Introduction
This methodology chapter has covered the research philosophy, approaches, strategies, data collection methods used for collecting information regarding the impacts of Digitalisation on HRM processes of Tesco. Furthermore, this chapter has also evaluated the ethical considerations maintained for the data collection processes for improving the information credibility regarding the impacts of digitalisation on HRM processes. 
[bookmark: _Toc161850414]3.1 Research Onion
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[bookmark: _heading=h.3whwml4][bookmark: _Toc161850152]Figure 3.1: Saunders Research Onion
(Source: Saunders et al. 2019)
[bookmark: _Toc161850415]3.2 Research Philosophies
This research has used the interpretivism research philosophy for gaining reliable information regarding the impacts of digital transformation on the HRM processes with reference to Tesco. As asserted by Alharahsheh and Pius (2020) interpretivism research philosophy helps in developing critical research objectives through analysing the subjective perspectives that are based on the research variables. Implementation of Interpretivism Research philosophy in this research has helps in identifying the influencing factors on digitalisations through identifying subjective patterns in data collection. Hence, the use of interpretivism research philosophy was beneficial for this research for extracting related information that illustrated the impacts of digitalisation in HRM processes of Tesco. 
[bookmark: _Toc161850416]3.3 Research Approach
This research has implemented an “inductive research approach” for gaining the information regarding the impacts of digital transformation on the HRM processes in Tesco. As asserted by Proudfoot (2023) inductive research approaches helps in evaluating research information that develops a wider perspectives of the variables. Based on this argument, inductive research approach has helped in evaluating the disadvantages and advantages associated with the digital transformation in the HRM processes of Tesco. Therefore, the inductive research approach was beneficial for this research in gaining credible information regarding the impacts associated with digital transformation within HRM processes of multinational companies of Tesco.  
[bookmark: _Toc161850417]3.4 Research Design
A Descriptive research design has been used within this research for gaining credible information regarding the aspects of digital transformation within the HRM processes of Tesco. Based on the views of Rashid et al. (2021) a descriptive research design develops a comprehensive understanding through analysing a vast collected data on the research variables. Following this the implication of a descriptive research design have been effective for analysing recommended strategies for Tesco in improving their HRM processes through evaluating their collected information. Hence the descriptive research design has been effective for gaining credible information in conducting this research on the impacts of digital transformation on HRM processes with reference to Tesco. 
[bookmark: _Toc161850418]3.5 Research Strategies
This research has used Quantitative Survey and “archival research strategy” for gaining credible information regarding the impacts of digital transformation with reference to businesses such as Tesco. As opined by Subotić (2021) the archival research strategy helps in developing a “systematic planning method” that evaluates the information collected from past data research and articles. On the other hand the quantitative survey research strategy assists in exploring the research variables of digitalisation effects on the HRM processes through developing research analysis and interpretation activities. Therefore the implementation of this strategy has helped in extracting credible information through evaluating past references regarding the aspects of digital transformation on HRM processes. 
[bookmark: _Toc161850419]3.6 Data Collection Method
Data collection methods help in expanding the information collection that helps in determining the data credibility with enhancing their viability. As per the views of Taherdoost, (2021) credible data collection processes helps in improving the search planning with assuring comprehensive research outcomes that maintains the credibility of the conducted research. This research has used both primary and secondary data collection processes for gaining credible information regarding the impacts of digital transformation on the HRM processes in businesses such as Tesco. As opined by Taherdoost, (2021) primary data collection method helps in improving the research credibility through collecting raw data based on the research variables. The primary data collection has been completed through conducting Quantitative surveys of random Tesco employees. However, the primary data collection processes are considered to be “costly and time consuming”. On this note, the implication of secondary data collection methods would be effective for gaining credible information regarding the concepts and challenges associated with digital transformation within the HRM processes of businesses such as Tesco. As opined by Wamba et al. (2020) Secondary qualitative data collection extract are time effective as they extract the information from already available resources. The secondary data collection has reviewed 8 journal articles that have analysed the impacts of digitalisation on the HRM processes. Thus, implementation of both primary and secondary data collection processes has developed reliable research information in illustrating the impacts of digitalisation in HRM processes.
[bookmark: _Toc161850420]3.6.1 Search Strategy
This research has implied a “keyword search strategy” for extracting peer reviewed journal articles for gaining credible information on the digitalisation impacts in HRM processes. The keywords of “digitalisation”, “digital transformation in HRM”, “benefits of digitalisation” and “HRM in Tesco” have been used for searching the articles on Google Scholar.  
[bookmark: _Toc161850421]3.6.2 Inclusion and Exclusion Criteria
Articles that were published after 2020 and were in English language have been used within this research. On the other hand, articles that were published before 2020 and were not available in English language have been kept in the exclusion criteria for increasing the research credibility. On the other hand, articles that were not accessible on Google Scholar and did not have a Full text PDF have been excluded from this research. 
[bookmark: _Toc161850422]3.6.3 Sampling Method
This research has used “Simple Random sampling method” for reducing research biases and complexity. This research has developed a population size of 51 random employees from Tesco for understanding the impacts of digital transformation on HRM processes. 
[bookmark: _Toc161850423]3.7 Data Analysis
This research would be using SPSS tool for analysing the primary collected data of this research. Along with that thematic analysis would be conducted based on the secondary data collection on the concerned impacts of digitalisation \within the HRM process for Tesco. As opined by Peel (2020) thematic analysis can be defined as a credible approach that provides efficient and credible data through data collection stages. This research has utilised thematic analysis for developing a wider perspective on the research variable regarding the impacts of digitalisation on HRM. 
[bookmark: _Toc161850424]3.8 Ethical Consideration
This research has implied the “Data Protection Act 2018” (c. 12) and “Copyright, Design, and Patent Act 1988” (c. 48) as its ethical considerations for maintaining the data credibility. Misinterpretation of data has been avoided through crediting the source authors for their provided information.
[bookmark: _Toc161850425]3.9 Time Horizon
[Refer to appendix 1]


[bookmark: _Toc161850426]Chapter 4: Findings, Analysis and Discussion
[bookmark: _Toc161850427]4.1 Response rate
Survey questions 
Question 1
	“Do you think the company is adopting digitsation?”

	“Options”
	“Respondents”
	“Total respondent”

	“Yes” 
	14
	51

	“No”
	37
	51


Table 1: Survey responses of question 1
(Source: Created by author)
The above table shows the survey responses for the decisions regarding the digitisation for the company. Most of the participants say that the company does not adopt the digitisation process. 
Question 2

	“Do you think digitalization impacts HRM?”

	“Options”
	“Respondents”
	“Total respondent”

	“Yes”
	24
	51

	“No”
	27
	51


Table 2: Survey responses of question 2
(Source: Created by author)
The above table shows the survey responses regarding the impact of digitisation on the human resource management of the company. Most of the respondents say that there is no such impact of digitisation on the practices of the human resource management process. 
Question 3
	“What is the positive impact of digitalization on HRM within organization?”

	“Options”
	“Respondents”
	“Total respondent”

	Improve productivity 
	11
	51

	Reduces manpower 
	20
	51

	Saves time 
	10
	51

	Resistant to change 
	10
	51



Table 3: Survey Responses of Question 3
(Source: Created by author)
The above table depicts the positive impact of digitisation on HRM within the organisation. The 20 respondents say that manpower reduction creates a significant impact on the digitisation process of HRM within the organisation. However, only 10 respondents say that saving time and being resistant to change creates a positive impact on the digitisation process of HRM. 
Question 4
	What are the challenges of organisation face while implementing digitalization?

	“Options”
	“Respondents”
	“Total respondent”

	Lack of strategy 
	6
	51

	Security concerns 
	23
	51

	Lack of budget 
	15
	51

	Resistance to change 
	7
	51


Table 4: Survey responses regarding organisational challenges for digitisation 
(Source: Created by author)
The above table pertains to the survey responses regarding the organisational challenges to implement digitisation. Security concerns is the most significant challenge or risk for implementing digitisation in the HRM process of the company.
Question 5
	What are the strategies organisation needs to adopt for digitalization in HRM?

	“Options”
	“Respondents”
	“Total respondent”

	Human resource technologies 
	23
	51

	Talent management software 
	20
	51

	Analytical platforms
	8
	51


Table 5: Survey responses for the strategies organisations need to adopt for digitisation in HRM
(Source: Created by author)
The above table shows the survey responses regarding the strategies the organisation needs to adopt for the digitisation process in HRM.  The company needs to use HR-related technologies to enhance the human resource management process. 
[bookmark: _Toc161850428]4.2 Secondary Findings
	Authors
	Publication Year
	Journal Name
	Findings
	Theme

	Kholod et al.
	2021
	Studies of Applied Economics
	Human capital has been identified as the driving force for the economic stability of the companies. The authors studied and visually presented the features of objects, subjects and goals of the personnel management system
	Theme 1: Digitalisation in transforming the HRM processes for improving customer satisfaction

	Zavyalova et al.
	2022
	Foresight and STI Governance
	This article has shed light on the key components of HRM digitalization that has improved the customer satisfaction for the companies
	

	Lumi
	2020
	Prizren Social Science Journal
	The paper has summarised the information collected by several authors on the impacts of digitalisation within HRM processes.
	Theme 2: Digitalisation for improving the decision making approaches of HRM processes
 

	Fernandez and Gallardo-Gallardo
	2021
	Competitiveness Review: An International Business Journal
	This paper has focused on improving the HR processes through Analytics, and its impacts on applied to HR, for explaining the factors affecting their customer satisfaction.
 
	

	Pagnozzi
	2022
	Puntoorg International Journal
	This paper has analysed the advantages and disadvantages of the use of Big data analytics in HR processes. this has included monitoring, screening and processing of the collected data with considering the recent technological developments  and their  impact on organisational performances
	Theme 3: Implementation of Big data Analytics for improving the digitalisation in HRM processes of Tesco.
 

	Verma et al
	2021
	International Journal of Organisational Analysis
	This study has analysed the substantial effect of the BIG data Analytics in improving the HR service quality for embracing the organisational changes and developing technical competencies. 
	


Table 4.1: Findings Table
(Source: Created by Author)
[bookmark: _Toc161850429]4.3 Primary Findings
The survey questionnaire is created using Google Forms to perform the analysis. Afterwards, the responses are collected from 51 respondents. The IBM SPSS software is used to analyse the response. Several analysis techniques such as Annova, T-Test, Descriptive and Correlation are used to analyse the responses. The graph and bar charts are created using the above-mentioned procedures. 
[bookmark: _Toc161850430]4.4 Secondary Thematic Analysis
Theme 1: Digitalisation in transforming the HRM processes for improving customer satisfaction 
Digitalisation within the HRM processes for businesses ids responsible for improving their business practices through using new “effective technological advancements” such as modern technology. Kholod et al. (2021) has claimed the HRM processes for a business that helps in maintaining their economic stability and customer satisfaction through analysing the vast business data. The digital transformation on the HRM processes are primarily focused on delivering quality products for the business processes through increasing the company productivity. Kholod et al. (2021) have asserted the primary goal for digitalisation to be based on developing technologically advanced processes that effectively adapts to the changing market demands through acquiring “real time data visualisation”. For instance companies such as Tesco has been focused on providing customer centric approaches for the businesses that has improved their business profitability (Tesco, 2024). Thus, digitalisation can be identified to have a huge impact on the HRM processes through implementing innovation and new tools in enhancing their customer satisfaction. Supporting this argument, Zavyalova et al. (2021) have asserted that implementation of digitalisation within the HRM processes for businesses also improve their communication processes for ensuring their customer satisfaction. Therefore, digitalisation within HRM processes for Tesco has been focused on developing their business performance and staff turnover that ultimately has a positive influence on their customer satisfaction. 
Theme 2: Digitalisation for improving the decision-making approaches of HRM processes
The digitalisation in the HRM processes is responsible for improving their “decision making approaches” through enhancing their enhanced company visibility and “measurement mechanisms”. As asserted by Lumi (2020) the digital transformation within the HRM processes influences their decision making areas through analysing their complex company processes. The digital transformation such as implication of “big data analytics and artificial intelligence” for Tesco have been effective for developing their decision-making approaches (Globaldata, 2023).  Implementation of digital tools such as “payroll” can be effective for developing the security assessment through enhancing the decision-making approaches for different companies. However, Fernandez and Gallardo-Gallardo (2021) have asserted that digitalisation such as implementation of HR analytics can also improve the decision-making approaches for the companies. It can be implied that the implementation of modern technological advancement can be effective for developing the HRM processes of companies such as Tesco through enhancing their core business operations and production functions. Fernandez and Gallardo-Gallardo (2021) have claimed that implementation of modern technologies such as big data analytics within the HRM processes enhanced business planning and decision-making approaches through enhancing their data visibility. Thus, digitalisation within the HRM processes for Tesco has been effective for developing the decision-making approaches through implementing modern technologies such as “Big data analytics”.
Theme 3: Implementation of Big data Analytics for improving the employee insights through digitalisation in HRM processes of Tesco
Implementation of Big data analytics would help in optimising the statistical models through analysing the vast employee data of the companies such as Tesco. As opined by Verma et al. (2021) Big data analytics influences the HR practices as it evaluates the company employee data for identifying their necessary development positions for focusing on their technical competencies and skills.  Big data analytics for Tesco focus on analysing their vast employee data that identifies the organisational gaps for developing effective strategic approaches. In companies such as Tesco, HRM processes have been focused on developing “team collaboration” to maintain their organisational performance in the industry (Tesco, 2024). Implementation of big data analytics would be an effective strategy for enhancing the HRM processes of Tesco through gaining an in-depth analysis regarding their employee data for enforcing collaboration. Supporting this argument Pagnozzi (2022) has asserted that big data analytics within the HRM processes is evident for “employee well being” as it ensures necessary steps adopted for improving workplace motivation and employee retention. Big data analytics within the HRM processes influences their competitive advantage through optimising their workplace operations. In companies such as Tesco, HRM management has been focused on improving their organisational diversity through resourcing required talent and capability (Tesco, 2024). Besides, Big Data Analytics in HRM processes recruits target business customers through maintaining their “talent management” in developing personalised training strategies. On this note Pagnozzi (2022) asserted that Big data analytics evaluates employee performances for identifying organisational gaps that helps in predicting the “future problems and behaviours” in the organisation. Following this, initial investment in implementing big data Analytics for the HRM processes of Tesco would be effective for developing their people centric organisation for improving their market performance. Therefore, big data analytics as a digital transformation would be an effective tool for Tesco for gaining organisational insights for optimising their HRM processes.
4.4 Primary Quantitative Analysis 
[image: ]
[bookmark: _Toc161850153]Figure 4.4.1: Descriptive statistics
(Source: Created using IBM SPSS software)
The above figure shows the descriptive statistics of the questionnaire in tabular format. The mean and standard deviation values are calculated using the descriptive statistics method. The mean values of the first questionnaires are 1.7255, 1.5294, 2.3725, 2.4510 and 1.7059 respectively. On the other hand, the standard deviation values of the questionnaires are 0.45071, 0.50410, 1.03848, 0.87895 and 0.72922 respectively.  
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[bookmark: _Toc161850154]Figure 4.4.2: Correlations
(Source: Created using IBM SPSS software)
The above figure shows the correlations among the created questionnaires for the HRM process of the organisation. It provides a numerical summary to create relationships among the questionnaires (Amalia, 2024). 
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[bookmark: _Toc161850431]Figure 4.4.3: ANOVA test
(Source: Created using IBM SPSS software)
The above figures show the ANOVA test to create the values of the mean of squares and sum of squares values. It highlights the dependent variables and predictors from the questionnaire. 
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[bookmark: _Toc161850432]Figure 4.4.4: Coefficients
(Source: Created using IBM SPSS software)
The above figure depicts different types of coefficients such as unstandardized, co-efficient standard errors, standardised coefficients beta and collinearity.  The dependent variable is “What is the positive impact of digitisation on HRM within organisation?”. 

[image: ]
[bookmark: _Toc161850433]Figure 4.4.5: Model summary of the Regression Analysis
(Source: Created using IBM SPSS software)
The above figure depicts the summary of the regression analysis of digitisation in the HRM process considering a dependent variable. The figure also provides a summary of the model summary. 
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[bookmark: _Toc161850155]Figure 4.4.6: Histogram
(Source: Created using IBM SPSS software)
The above figure depicts the histogram created based on the questionnaires. It represents the bar graph that represents the standard residual for regression for HRM within the organisation. 
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[bookmark: _Toc161850156]Figure 4.4.7: P-P plot
(Source: Created using IBM SPSS software)
The above figure depicts the P-P plot of regression standard residual for the digitisation of HRM within the organisation. 
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[bookmark: _Toc161850157]Figure 4.4.8: Statistics for one sample t-test analysis
(Source: Created using IBM SPSS software)
The above figure shows one sample t-test analysis of the given questionnaires on digitisation in HRM.
[bookmark: _Toc161850434]4.5 Discussion
Findings from the themes have stated that implementation of digital transformation technologies within the HRM processes of Tesco is effective for optimising business processes through simplifying their business processes. The use of modern technological advancements has been effective for the HRM processes in developing their customer satisfaction and business processes. On this note Kholod et al. (2021) have claimed that the primary goal for digitalisation has been their adaptation to the rapidly changing market environment that enhances their customer satisfaction levels. Digitalisation in the HRM processes has been effective for developing their economic stability through analysing the vast company data. Similarly, Erro-Garcés and Aramendia-Muneta (2023) has claimed digitalisation in the HRM processes such as cloud systems and “SAAS” is effective for improving their organisational workflow and customer experiences. Thus, the viewpoint of the two authors has assessed similar outcomes regarding the impacts of digital transformation on the HRM processes of Tesco. 
Findings from Theme 2 have evaluated that digital transformation within the HRM processes influences their decision making areas through analysing their complex company processes. Supporting this Fernandez and Gallardo-Gallardo (2021) has stated that implementation of modern technologies improves the HR analytics for companies such as Tesco through enhancing their business processes and decision making approaches. Despite the associated advantages of digital transformation in HRM processes, companies such as Tesco can also face security risks and data breaches that can negatively impact their organisational performance.  As opined by Kanungo et al. (2023) digital process has benefited the companies for making better decisions due to increased availability of accurate data and information. Therefore, the impact of digitalisation in multinational companies has been asserted to have both positive and negative impacts that can develop the HRM processes within multinational companies such as Tesco.  
Findings from Theme 3 have stated that Implementation of the digital transformation tools such as “Big data Analytics” has been effective for the companies such as Tesco in improving the  decision making approach through analysis of their vast data processes. Supporting this argument Zeshan et al. (2023) have asserted that implementation of digitalisation tools of “HR analytics” can improve decision-making processes through analysing the vast employee data for maintaining their workflow assessments. Big data analytics for Tesco focus on analysing their vast employee data that identifies the organisational gaps for developing effective strategic approaches. Hence, implementation of digital transformation in the context of HRM for Tesco would be effective for improving their organisational performance and workflow balance. The P-P plot creates the probability plots of one or more sequential or time variables. The variable can easily be standardised before plotting. It creates a central tendency and distribution of the data regarding the questionnaires of HRM. The regression analysis is performed using a dependent variable and creates a summary of the probability of the questionnaire (Wolf et al. 2024). On the other hand, the ANOVA test is done based on the dependent variables and predictors of the questionnaire. 



[bookmark: _Toc161850435]Chapter 5: Conclusion and Recommendation
[bookmark: _Toc161850436]5.1 Conclusion
In conclusion it can be said that digital transformation within the HRM processes would be beneficial for improving their decision making approaches and employee satisfaction for Tesco. It has been observed that digitalisation might lead to data breaches caused due to the lack of digital enforcement negatively influencing the company’s market reputation. Following this, the implementation of cyber security policies in digital tools such as big data analytics would be beneficial for protecting their personal data and preventing business disruptions. Therefore, implementation of the big data analytics for the companies such as Tesco within their HRM processes would have positive influence through optimising their business processes. 
[bookmark: _Toc161850437]5.2 Linking with Objectives
Objective 1 was met in Chapter 2 of literature review and in Theme 1 of Chapter 4 through analysing the concept of digital transformation within HRM in influencing their customer satisfaction. This included a thorough analysis on the concept of digitalisation that has optimised their customer satisfaction through adapting to the changing market demands and focusing on delivering quality products. Objective 2 was met in Chapter 2 of literature review under the section of “positive and negative impacts of digitalisation in HRM” and in Theme 2 of Chapter 4. This objective was met through analysing the limitations and advantages such as “enhanced decision making approaches” associated with the implementation of digilation within the HRM processes of Tesco. Objective 3 for this research was met in Chapter 2 under the section of “recommended strategies” and in Theme 3 of Chapter 4. Solutions have been provided for mitigating the possible drawbacks associated with digitalisations and improving their processes through implementing “big data analytics”.   
[bookmark: _Toc161850438]5.3 Recommendation
Recommendation for improving the HRM processes through digitalisation would be to implement “big data analytics” with cyber security policies for avoiding data breaches. As opined by Gupta et al. (2020) big data analytics helps in improving the organisational performance through gaining in depth employee insights that helps in identifying the organisational gaps. Hence, businesses such as Tesco for improving their organisational performance through technological integration within their HRM processes would have a positive influence on their business performance improvement. Furthermore, the development of cyber security policies within the big data analytics tools would be beneficial for managing their operational expenditure and preventing business disruptions such as “data breaches”. 
[bookmark: _Toc161850439]5.4 Research Limitations
Lack of information regarding the effects of big data analytics on the organisational aspect of businesses has been a primary limitation within this research. This limitation created difficulty for recommending strategic approaches for Tesco for improving their business processes.  Furthermore, there has been a possibility of “data partiality” within the peer reviewed journal articles” that can have negative impacts on the data credibility of this research.   
[bookmark: _Toc161850440]5.5 Future Scope
This research can potentially provide a “strong baseline” for future research objectives concerning the wider dimension of digital transformation and its impact on HRM processes in multinational companies. This research would be beneficial for future studies regarding the impacts of digitalisation on multinational companies. Future scope for this research would be the logical evaluation of the digital transformation impacts on the HRM processes in improving the organisational performance of multinational companies such as Tesco. Furthermore, this research can also help in expanding the scope of identifying effective strategies for digital transformation in multinational companies that can improve the organisational workflow and business processes.  
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